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China, after its implementation of the economic reforms for over 10 
years, has become the focus for study in m a n y aspects. This study sets 
out to look at the organizational climate of China today through a 
comparison between local firms and foreign fimns. In the past, China 
was a country with lots of problems in its organizational structure, 
management knowledge as well as labour m o t i v a t i o n and discipline. These 
problems were said to be reinforced by the very nature of the Chinese 
culture which emphasizes respect for age and hierarchy, group 
orientation, 'face* consideration and relationships. The economic 
reforms have brought in m o d e m methods and theories from the West and 
nowadays the organizations in China are very m u c h in a learning mode to 
modify themselves and to come up with an ideal model w h i c h n a y fit best 
in the Chinese context and be most beneficial to the development of the 
country as a whole. From this study, we can see the changes on the 
organizational climate in China and how m u c h closer the local 
organizations have been drawn to the W e s t e r n style. The study may act 
as a preliminary groundwork for further study on how the changes can be 
related to the enployees' motivation and other management issues. 
Hopefully an ideal model for China can be identified in the future; just 
like what has happened in Japanese management. 
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C H A P T E R I 
INTRODUCTION 
T h e rapid e c o n o n i c development in China in recent decades has put it as a 
m a i n focus in international business arena a n d Chinese m a n a g e m e n t turns to b e 
a hot topic for s t u d y in the conterrporary world. Previously, w h e n p e o p l e 
think of the East A s i a n countries, usually Japan, Korea, Taiwan, Singapore a n d 
H o n g Kong are m o s t frequently m e n t i o n e d , very s e l d o m China. At present Japan 
is still heading t h e groi^ but the g r o w t h in China is prominent and can n o 
longer b e ignored. In the book Management in cTh— Laaksonen has p r o v i d e d 
four very valid reasons for study of Chinese management^: 
1. Today's C h i n a is just like a huge "iranagement laboratory" w h e r e 
different k i n d s of management theories a n d practices can be tested and 
such experiments are conducted on areas of organizational structures, 
leadership issues and m o t i v a t i o n of employees. T h e Chinese experience 
is highly v a l u a b l e especially on the question of ''how to m a n a g e 
organization a n d people effectively and appropriately." 
2. T h e role of organizational management has become m o r e and m o r e inportant 
in China s i n c e m o r e decision m a k i n g p o w e r has b e e n vested to the 
organizations under the n e w econondc reforrns. M a n y firms can n o w engage 
in international trade and C h i n a has m o v e d towards a "limited free-
m a r k e t system" so as to activate the e c o n o m c development of the 
country. C h i n a ' s e c o n o m c development will probably b e m o r e rapid in 
the future a s the country's inmense natural resources together w i t h the 
^Laaksonen, O. Management in China Purina and After Man in 
povernmffltr an<i Party, waiter de Gruyter, B e r l ^ / l s 冗 ： 义 户 " 』 
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imported m o d e m technology will strengthen its position as a trade 
partner. A better understanding of this partner will be necessary and 
inevitable for business success. 
3. T h e n e w Chinese "market socialism" is very important and interesting for 
other socialist countries‘ reference. 
4. T h e Chinese experiences also have wide implications for the other 
developing countries. The economic development in China is very rapid 
in ccnparison with other developing countries and Chinese management in 
various fields has greatly contributed to these achievements. So it is 
worth studying. 
Management in China in fact has undergone various changes in the past before 
the current economic refonns which has started after the end of the Cultural 
Revolution. During the Cultural Revolution, the greatest change which 
occurred was the m o v e from the use of econorrdc power to the application of 
ideological power. In other words, from applying socioeconannic exchange to 
the use of manipulation and (ideological) indoctrination. In early 1980s, 
China again adopted the socioeconanic exchange as the m a i n force in activating 
the economy, e.g. bonuses under the slogan "to reward everybody according to 
M s / h e r work performance." The change in power structure of Chinese 
organizations after the Cultural Revolution as judged by Laaksonen is 
presented in Exhibit 1. 
The m a i n change, as above mentioned, is the shift from the use of 
ideological indoctrination to economic power as motivating force to the 
menibers of organizations. Another inajor change to be noted is the use of 
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Revolution, China was a strictly closed s y s t e m trying to rely solely her 
o w n knowledge resources but under the economic refonns, the open-door policy 
is carried out to attract m o d e m technology and nnanagenvent know-how to the 
country. 
W i t h the great changes occurred during its rapid economic development, the 
general organizational climate should have profoundly changed in China 
corrpared to the past. W i t h its moving towards a limited free-market and the 
efforts in modernization, organizations in China should be in a trend of 
learning and adopting the W e s t e r n managenient practices and the general 
organizational climate should be m o r e similar among the local firms and 
foreign firms. However, the importance of cultural relativism can never b e 
ignored. T h e traditional Chinese culture is still deeply rooted and 
influencing H o n g Kong, Taiwan and other overseas Chinese conrnunities even 
though they have b e ^ exposed to W e s t e r n culture for a connparatively m u c h 
longer period of time than the mainland China. 
In the past, the Chinese organizations' efficiency and productivity w a s 
relatively low by conparing w i t h the international standards and they w e r e 
facing lots of problems in areas like organizational structure; the managenvent 
skills and succession, issues; Party/management relationship; the operational 
efficiency and the employees' motivation and discipline which will be 
discussed in greater details in Chapter Three of this study. On the other 
hand, there were certain key features of Chinese culture which could b e 
identified creating and shaping to a certain extent the various problems that 
Chines organizations were facing in the past. These features included respect 
for age and hierarchical positions; groi;?) orientation; u s e of connections and 
5 
face consideration etc. T h e C h i n e s e culture and the cultural differences 
b e t w e e n the East and the W e s t will b e covered in Chapter Four of this study. 
Besides, culture's consequences on organizations as suggested in Hofstede's 
study on personnel from subsidiaries of a multinational corporation in 40 
countries a r e also discussed. F r o m these culture's consequences, certain 
expectations on organizational climate of China m a y b e triggered out and 
m a t c h e d w i t h the result of subject study. 
Some of the problems in Chinese organizations are essentially similar to 
those in other planned economy while the features of Chinese culture are m o r e 
or less found in other Chinese comminities, however, elements of Chinese 
culture and the economic structure of China in the past tended to reinforce 
e a c h other in the problems arising. Lots have been done or being done or need 
to b e done to resolve the management issues and to accelerate the economic 
development in China. The econcmic reforms have brought along profound 
changes to China's economic structure as well as the organizations operating 
under the country's cultural and economic context. How are the changes in 
organizations perceived by their employees? What is the existing 
organizational climate in China? This study sets out to look at the 
organizational climate in today's China after the trernendous econonvLc changes 
during over 10 years‘ implementation of economic reforms and matches the 
survey result w i t h the expected characteristics of Chinese organizations as 
reflected by the other Chinese comnnunities in Hofstede's study. 
Besides, through a comparison between the Chinese local firrns and foreign 
firms in China, their similarities and differences as perceived by the local 
onnployees will b e figured out and the impact of culture will be explored. It 
、 
/ . . 
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n a y b e able to reflect h o w far the organizations in China are d r a w n closer to 
t h e W e s t e r n standards and practices after its modernization. T h e study will 
a l s o try to assess whether distinct cultural differences can still be 
identified in the Chinese and the W e s t e r n organizations in China. 
7 
C H A P T E R II 
C O N C E P T C^ CaVSANIZATIONAL C L I M A T E 
Organizational c l i m a t e is an organizational p h e n o m e n o n w h i c h is a summary 
p e r c e p t i o n w h i c h p e o p l e h a v e of their organizations a n d as d e f i n e d by Li twin & 
S t r i n g e r (1968), it refers to: 
"A set of measurable properties of the work environment, perceived 
directly or indirectly by the people who live and work in this 
environment and assumed to influence their motivation and 
behavior. “ ^  
A m o r e c o n p r e h e n s i v e d e f i n i t i o n is provided by M o r a n & V o l k w e i n (1992) w h i c h 
is as follows: 
"Organizational climate is a relatively enduring characteristic of 
an organization which distinguishes it from other organizations: 
and (a) embodies members collective perceptions about their 
organization with respect to such dimensions as autonomy, trust, 
cohesiveness, support, recognition, innovation, and fairness; (b) 
is produced by m&rber interaction; (c) serves as a basis for 
interpreting the situation; (d) reflects the prevalent norms, 
values and attitudes of the organization 's culture; and (e) acts 
as a source of influence for shaping behavior.“' 
Since organizational climate is conceptualized as a characteristic of a n 
organization, it is in fact a p h e n o m e n o n that distinguishes and varies among 
organizations. T o assess the dimension of organizational climate, we can 
r e f e r to a n u m b e r of interrelated conditions. There are two dominant features 
of the organizational climate study. The first is concerned with the 
^Litwin, G.H. & S t r i n g e r , R . A . , Jr. M o t i v a t i o n and O r g a n i z a t i o n a l Climate, 
C a m b r i d g e : H a r v a r d U n i v e r s i t y , 1968 : p. 1. 
Hioran, E.T. & V o l k w e i n , J.P. "The Cultural A p p r o a c h to the Formation of 
O r g a n i z a t i o n a l C l i m a t e " H u m a n R e l a t i o n s . 1992, Vol.45, N o . 1 : p.20. 
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f o r m a t i o n of t h o s e climate p e r c e p t i o n s and the s e c o n d is c o n c e r n e d w i t h their 
m e a s u r e m e n t • 
A s m e n t i o n e d in the d e f i n i t i o n b y M o r a n & V o l k w e i n , organizational climate 
"enixxiies ment)ers' collective p e r c e p t i o n s " and "is p r o d u c e d by m e m b e r 
i n t e r a c t i o n . " T h e contemporary o r g a n i z a t i o n theory v i e w s an o r g a n i z a t i o n as 
c o n p r i s e d of a niarter of interdependent and interrelated parts w h i c h in their 
o p e r a t i o n interact and by their interaction the c h a r a c t e r i s t i c s of the 
o r g a n i z a t i o n , tenned as "climate" is created. As d i s c u s s e d by M e h r a (1973)' 
t h e r e are three basic conponents of a n organization: 1) the forrnal 
o r g a n i z a t i o n a n d its role-structure; 2) the individual and h i s personality 
d i s p o s i t i o n ; a n d 3) the infonnal g r o u p a n d its norms and culture*. 
T h e o r g a n i z a t i o n in order to achieve its objectives creates a set of 
c o n d i t i o n s a n d behavioral expectations for the individual to c o n f o r m with. 
T h e i n d i v i d u a l , on the other hand, wants to satisfy his own personal a n d 
social n e e d s w h i l e helping the organization to achieve its objectives. T h e 
informal g r o u p operates as a m e d i a t i n g agency between the organization a n d the 
individual. It helps the individual to adapt to the organization and also 
m o d e r a t e s h i s perception w h i l e on the other hand, it helps the organization to 
nKxiify its c u l t u r e and expectations. E a c h of these three corrponents plays a 
functional role and feeds back to one another. So the organizational climate 
is in fact the product of the interaction among these constituent parts. 
E x h i b i t 2 provides a visual presentation of the cultural a p p r o a c h in M o r a n & 
•Mehra^ N. " Standardized V e r s u s U n s t a n d a r d i z e d Factor A n a l y s i s in a study of 
•Organizational Climate," The Journal of Experimental Education> 1973, V o l , 4 2 , 

































































































































































































































































































































































V o l k w e i n ' s model w h i c h a l s o d e p i c t s s u c h interaction. In this m o d e l , 
organizational c l i m a t e is occupying a specific p o r t i o n of the organizational 
c u l t u r e . Included in the model are organizational c h a r a c t e r i s t i c s w h i c h a r e 
focal p o i n t s of individual p e r c e p t i o n s . Such p e r c e p t i o n s are m o d e r a t e d by t h e 
perceiver‘s p e r s o n a l i t y and also by the interactions of individuals. S u c h 
i n t e r a c t i o n s in t u r n influences the formation of the o r g a n i z a t i o n ' s c l i m a t e 
w h i l e reciprocally, the c l i m a t e and culture m o d e r a t e individual p e r c e p t i o n s 
a n d i n t e r a c t i o n as well. All three are interacting and i n f l u e n c i n g o n e 
a n o t h e r to formulate the organizational climate. 
In the m o d e l , organizational climate is part of organizational culture b u t 
i n fact o r g a n i z a t i o n a l c u l t u r e and clinnate a r e i n f l u e n c i n g each other. T h e 
r o l e of the individual and the g r o u p in the formation of organizatic«ial 
c l i m a t e is m o r e p r o m i n e n t than in that of organizational culture w h i c h , on t h e 
o t h e r hand, comprises the established n o r m s and practices of the organization. 
Organizational c l i m a t e is the prevailing perception a n d attitude of p e o p l e 
t o w a r d s these organizational conditions a n d n o r m s in the o r g a n i z a t i o n . 
Organizational climate is therefore partly created b y organizational culture 
w h i l e organizational culture m a y correspondingly b e influenced b y 
organizational cliirate through the interaction of the individual, group a n d 
o r g a n i z a t i o n . Instead of one b e i n g a part of the other, o r g a n i z a t i o n a l 
c u l t u r e and climate are in fact m o d i f y i n g e a c h other. 
T h e second feature for organizational climate study is its measuresnrent. 
T h e r e w e r e a n u m b e r of instruments developed in the past for m e a s u r i n g 
organizational climate using different climate dimensions. A few examples of 
s u c h instruments are shown in Exhibit 3. Based on a theory of climate, Li t w i n 
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E X H I B I T 3 ； I N S C R I P T I O N ( F M A J C ^ O R G A N I Z A T I O N A L CLIMJVTE INSTRUMENTS 
No. of 
C l i m a t e I n s t n j n e n t Items F a c t o r s C l i m a t e D i m e n s i o n s 
• O r g a n i z a t i o n a l 64 8 Disengagen>ent, hindrance, 
C l i m a t e D e s c r i p t i o n e s p r i t , i n t i m a c y , aloof-
Q u e s t i o n n a i r e n e s s , p r o d u c t i o n , emphasis, 
(Halpin & C r o f t , t h e i s t , c o n s i d e r a t i o n 
1 9 6 3 ) 
• O r g a n i z a t i o n a l 300 30 Abasernent, achievement, 
C l i m a t e I n d e x a d a p t i v e n e s s , affiliation, 
(G.G. S t e m , 1 9 6 7 ) . a g g r e s s i o n , change-sameness, 
c o n j u n c t i v i t y • counteraction, 
d e f e r e n c e , doninance, ego-
aehi e v e m e n t , emoti ona 11 y-
p l a c i d i t y , energy passivity, 
e x h i b i t i o n i s m , fantasies, 
achievenvent, h a r m avoidance, 
h u m a n i s m , impulsion-
d e l i b e r a t i o n , narcissism, 
n u r t u r a n c e , objectivity, 
p r o j e c t i v i t y , order play, 
p r a g m a t i s m , reflectiveness, 
s c i e n t i s m , sentience, sex, 
s u c c o r a n c e , autonomy under-
s t a n d i n g • 
* L i t w i n & S t r i n g e r 50 9 S t r u c t u r e , responsibility, 
(1968) r e w a r d , risk, warmth, 
s u p p o r t , standards, 
c o n f l i c t , identity. 
• B u s i n e s s O r g a n i z a - 254 6 A u t h o r i t y , restraint, w o r k , 
tional C l i m a t e i n t e r est, personal relations, 
Index (Payne & r o u t i n e or control, w i d e r 
P h e s e y , 1 9 7 1 ) c c m n u n i t y • 
•Campbeil & 110 22 A u t o n o m y , conflict vs co-
P r i t c h a r d (1973) o p e r a t i o n , social relations, 
s t r u c t u r e , level of rewards, 
p e r f o n t a n c e reward depend-
e n c y , m o t i v a t i o n to achieve, 
s t a t u s polarization, flexi-
b i l i t y a n d innovation, 
d e c i s i o n centralization, 
s u p p o r t iveness. 
*Likert (1967) 34 7 P e r f o r m a n c e characteristics, 
c h a r a c t e r of motivational 
f o r c e s , character of 
comnrunication process, 
c h a r a c t e r of interaction 
i n f l u o i c e , character of 
d e c i s i o n m a k i n g process, 
c h a r a c t e r of goal setting 
o r o r d e r i n g , character of 
c o n t r o l . 
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EXHIBIT 4: 




\ Background Constraints: / 
Technology. Leadership. Rules. / 
Assumptions. Policies, and Organizational Structure / 
\ Perceived / 




\ Resulted ^ 
Behavior 
Source : Litwin. G.H. & Stringer. RA.. Jr. Motivation and Organizational Climate. 
Cambridge: Harvard University. "1968, p. 43. 
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& Stringer (1968) h a d d e v e l o p e d a n i n s t r u m e n t t o collect organization mannbers' 
p e r c e p t i o n s of t h e organizational e n v i r o n m e n t . In Litwin & Stringer's (1968) 
instnjment, o r g a n i z a t i o n a l climate is to b e rneasured by nine a priori scales: 
Structure, R e s p o n s i b i l i t y , Reward, R i s k , W a r m t h , Support, Standards, Conflict 
a n d Identity. T h i s p a r t i c u l a r c l i m a t e i n s t n n i e n t is adopted in subject study. 
R e g a r d l e s s of the dirnensions of climate under consideration, climate 
p e r c e p t i o n s are p e r c e p t i o n s of organizational events and conditions that occur 
i n the w o r k s e t t i n g w h i c h are d e s c r i p t i v e rather than evaluative but it is 
always treated b y researchers like L i t w i n & Stringer, as well as M o r a n & 
V o l k w e i n , as a s u n m a r y of those environmental determinants which a r e essential 
in influencing esnnployees* m o t i v a t i o n , s a t i s f a c t i o n and behavior. Exhibit 4 
outlines a s u b j e c t i v e model of the d e t e r m n a n t s of behavior in organizations 
but feedback and i n t e r a c t i o n are not i n c l u d e d there. 
In fact u n d e r s t a n d i n g on o r g a n i z a t i o n a l c l i m a t e as perceived b y e n p l o y e e s 
can provide a b a s i s for m o r e e f f e c t i v e p l a n n i n g and inanagement a c t i o n in areas 
like organizational structure, employees' m o t i v a t i o n and leadership styles. 
It provides m a n a g e r s w i t h a link b e t w e e n t h e i r organizations' procedures and 
practices a n d t h e concerns and n e e d s of individual employees. A better 
understanding o n the organizational c l i m a t e in today's China after its 
tremendous e c o n o m i c changes m a y h e l p further development in C h i n e s e management 
on the issue of h o w to m a n a g e p e o p l e m o r e effectively and appropriately w h i c h 
will ultimately facilitate the e c o n o m i c developnnent of the country as a whole. 
14 
C H A P T E R III 
M A N A G E M E N T IN C H I N A 
Hi fihorical S e t t i n g 
D u r i n g t h e first five year p l a n (1953-57), the o r g a n i z a t i o n _ g e r s w a s 
fully r e s p o n s i b l e for running the o r g a n i z a t i o n s according to detailed rules 
s e t b y central authority. M o s t import activities of organizations w e r e 
i n d i r e c t l y c o n t r o l l e d by the central p l a n , the o r g a n i z a t i o n m a n a g e r s had only 
t o fulfill t h e q u o t a s allocated. W a g e s a n d salaries w e r e basically fixed w i t h 
w e a k l i n k a g e to economic performance. U n d e r such situation, organizations 
a c t e d like b u r e a u c r a t i c organs just t o obey orders f r a n above and lacked 
i n d e p e n d e n t initiative in order to a v o i d criticism. This resulted in 
u n b a l a n c e d e c o n c n i c development and o v e r l a p p i n g h i e r a r c h y of order. T t e 
p r o b l e m w a s further exacerbated by t h e C h i n e s e traditional nonns and culture 
b a s e d on C o n f u c i a n t h i n k i n g . 
T o e s t a b l i s h efficient yet revolutionary organizations, M a o Ze Dong began 
t h e i n t e r v e n t i o n in C h i n e s e economy a n d nenageinent in his policy of "two 
p a r t i c i p a t i o n and one reform" m a n a g e n ^ t systan. U n d e r this system' nenagers 
w e r e r e q u i r e d to participate even in the lower p r o d u c t i o n line and on the 
contrary, w o r k e r s were also n e e d e d to p a r t i c i p a t e in nenagenient through 
c o n r d t t e e r r ^ t i n g s . Specialists w a r e d e n i g r a t e d a n d r e p l a c e d by cadres f r a n 
w o r k e r - p e a s a n t b a c k g r o u n d s . N o n - m a t e r i a l i n c e n t i v e w a s encouraged. Since 
then, decentralization, despecialization, politics in command and non-material 
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i n c e n t i v e s b e c a m e t h e m a j o r themes of Chinese m a n a g e m e n t system. 
U n f o r t u n a t e l y , t h e G r e a t Leap F o r w a r d Movenvent r e s u l t e d in certain u n i n t e n d e d 
e c o n o m c d i s l o c a t i o n a n d even organizational c o l l a p s e . T h e following Cultural 
R e v o l u t i o n w a s e v e n p r o v e d to b e d i s a s t r o u s to t h e e c o n o m i c developinent in 
C h i n a w h i c h w a s b r o u g h t to a stop for 10 years' time. 
T h e o r g a n i z a t i o n s i n C h i n a , h a v i n g g o n e t h r o u g h the v a r i o u s changes in t h e 
p a s t , w e r e facing m a n y problanns w h i c h on one h a n d relates to the country's 
p r a c t i c e as a p l a n n e d economy and on the o t h e r hand' to certain extent 
i n t e n s i f i e d b y the d e e p l y - r o o t e d traditional C h i n e s e culture. M a j o r p r o b l e m s 
w e r e found i n a r e a s like the organizational structure, the management s k i l l s 
a n d s u c c e s s i o n i s s u e s ' P a r t y / m a n a g e m e n t r e l a t i o n s h i p s ' operational e f f i c i e n c y 
a n d the enployees* m o t i v a t i o n and discipline. 
Problems in the Past 
Organizational S t r u c t u r e 
A key to organizational design and p e r f o r m a n c e is the effective integration 
of d i f f e r e n t i a t e d activities. However' in C h i n e s e organizations' one m a j o r 
p r o b l e m a r o s e f r o m organizational structure w a s t h e inadequate integration of 
d i f f e r e n t i a t e d a c t i v i t i e s . D e c i s i o n tended to rest on h i g h e r echelons a n d the 
o r g a n i z a t i o n a l h i e r a r c h y was over-loaded. T h e p r o b l挪 was compounded b y the 
unclear d e f i n i t i o n of responsibilities w i t h i n the senior management. 
L a a k s o n e n h a d a l s o identified the p r o b l e m of overloading of the 
organizational h i e r a r c h y in his study. T h e Chinese foramen and m i d d l e 
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n a n a g e r s w e r e found to b e h a v i n g m u c h less decision-making p o w e r t h a n those in 
W e s t e r n or Japanese organizations^. T h e influence s t r u c t u r e and p o w e r 
d i s t a n c e b e t w e e n different personnel g r o u p s i n Chinese, E u r o p e a n a n d Japanese 
o r g a n i z a t i o n s as found by L a a k s o n e n is s h o w n in Exhibit 5. Organizational 
s t r u c t u r e a n d unclear r e s p o n s i b i lities therefore posed s i g n i f i c a n t efficiency 
problenis in organizations in China. 
M a n a g e r i a l S k i l l s 
T h e low level of technical and professional skills among C h i n e s e iranagers 
c o n s t i t u t e d another problem. T h i s p r o b l e m had its origins i n the rapid 
p r o m o t i o n of cadres in two p e r i o d s : (i) the 1950s w h e n m a n y cadres w i t h 
p o l i t i c a l , rural and m i l i t a r y rather t h a n industrial experience rose to senior 
managoTient positions as a result of their allegiance to the P a r t y during the 
R e v o l u t i o n ; (ii) the Cultural R e v o l u t i o n i n the late 1960s during w h i c h 
e x i s t i n g m a n a g e r s were often r e p l a c e d b y those w i t h less experience on 
political grounds. As a result, t h e r e h a s b e e n a m a j o r problen\ of managerial 
succession. The privileges a t t a c h e d to senior positions f u r t h e r connplicated 
t h e p r o b l e m due to the resistance of older, less qualified m a n a g e r s to retire. 
Party a n d Managernent 
In theory, the Party Comnnittee w a s responsible for b r o a d policy-making, 
political a n d ideological work a n d internal Party organization, while the 
F a c t o r y D i r e c t o r and m a n a g o n e n t b o d i e s w e r e responsible for d a y - t o - d a y 
managoTient. However, the Party C o n m i t t e e h a d played a m u c h g r e a t e r and m o r e 
^Laaksonen, O. Management in C h i n a P u r i n a and After Mao in Enterprises^ 




















































































































































































































































































direct management role in practice. The Party committee was the central unit 
in the organization and the general manager of the firm was often the first 
secretary of the Party c o m m t t e e . However, political goals might not always 
consistent w i t h the organizational objectives and consequently, there might be 
an overemphasis on production volume rather than quality and neglect of cost 
control as well. Consequently, the overlapping role of the Party in relation 
to management constituted another major p r o b l e m to managernent in China. 
Operations 
There were too m a n y bureaus and hierarchical levels and the procedures were 
alarmingly complex, excessive number of people were involved. The work 
dragged on and productivity stayed very low. Meetings were filled with empty 
political arguments and unable to resolve the smallest concrete problem. 
Shortages of resources, poor tel eccmnuni cat ions and infonration systerns also 
posed further operational problems to the organizations. 
Motivation and Labor Discipline 
Previously, the jobs of workers in state enterprises were guaranteed for 
life and so the workers were said to have an "iron rice bowl". Dismissal or 
redundancy posed little or no threat to most Chinese workers a n d could not be 
used as a form of managerial control. Besides, pay was not an effective 
motivation force as salary scales were fixed nationally and promotions from 
one grade to another were usually according to fairly strict national 
guidelines. Managers, therefore, had to rely on normative conrmitment to 
overall goals of development, often enforced through group pressure on those 
who did not conform. Other operational problems like materials shortages and 
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m a n a g e m e n t p r o b l e m s t o g e t h e r a l s o a c t e d to r e i n f o r c e the enployees* m o t i v a t i o n 
a n d d i s c i p l i n e issues. 
E c o n o m i c a n d Manaqeannent R e f o n m s 
S i n c e 1978 China has inplejnented a n u m b e r of economic and m a n a g a n e n t 
reforms. It involves r e - e m p h a s i s of d e c e n t r a l i z a t i o n and specialization; 
.1 
/ 
r e s t o r a t i o n of specialists and t e c h n o c r a t s to inportant m a n a g e m e n t positions; 
separation of functions b e t w e e n s t a t e , p a r t y and organizations; p r i c e reform; 
the introduction of a limited free-market economic system; the re-
establishment of n e w material i n c e n t i v e s a n d r e c r m t m e n t systems and the 
encouragement of foreign investment and trade®. T h e s e reforms to a certain 
extent address the m a n a g e m e n t p r o b l e m s that C h i n a has b e e n facing in the past 
though there is still a long w a y to g o for further development. 
T h e reforms try to correct t h e p r e v i o u s Party/management problems by 
redefining the roles and e x p a n d i n g t h e power of t h e managers. T h e so-called 
'"management responsibility s y s t e m " is c r e a t e d a n d the m a n a g e r s have full 
responsibility for the running of the organizations as well as for the 
corrpany's profits or losses w h e r e a s the role of the Party secretary is 
reduced. 
T h e personnel policy is also u n d e r change in w h i c h the members of 
organizations are recruited t h r o u g h examinations and credentials. S t a t e 
examinations are organized for d i r e c t o r s and m a n a g e r s in order to test their 
®Ng, K w o k - k i t "The Social and O r g a n i z a t i o n a l I m p l i c a t i o n s of P o s t - M a o C h i n e s e 
M a n a g e m e n t Reform" J o u r n a l of C o n t e m p o r a r y A s i a . 1990, V o l . 2 0 , Ho.4 : p.543. 
( -
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u n d e r s t a n d i n g of t h e b a s i c p r i n c i p l e s a n d p o l i c i e s concerning the e c o n o m i c 
c o n s t r u c t i o n and t h e i r general k n o w l e d g e about b u s i n e s s managerrent. A labor 
c o n t r a c t s y s t e m is a l s o e s t a b l i s h e d s o as to b r e a k d o w n the "iron rice b o w l " 
p r a c t i c e , to p r o m o t e g r e a t e r w o r k i n c e n t i v e s a n d allow m o r e flexibility in 
labor m o b i l i t y a n d a l l o c a t i o n . 
N e w i n c e n t i v e s y s t e m is set u p a n d o r g a n i z a t i o n s are permitted to r e t a i n 
p r o f i t s o n p l a n n e d a n d a b o v e plan p r o f i t s . T h e retained profit of enterprises 
w o u l d g e n e r a l l y b e d i s t r i b u t e d to the e n t e r p r i s e fund w h i c h is divided into 
t h r e e b a s i c funds for production d e v e l o p m e n t , collective welfare and b o n u s . 
It is s a i d that at the present stage, the i n p r o v o n e n t s in production must link 
r e w a r d s d i r e c t l y to individual perforrnance. Thus, both errployees* a n d 
managers‘ wa g e s h o o k w i t h the p e r f o r m a n c e of t h e w h o l e organization''. T h e 
m a n a g e m e n t style is transfonning f r o m relying on ideological manipulation to 
e c o n o m i c m e t h o d s . 
F o r the managerial skills problem, the educational level of the managers a n d 
leaders h a d b e e n i m p r o v e d substantially after t h e economic reforms. Besides, 
t o p e r s u a d e those s e n i o r cadres to retire, an elaborate advisory s y s t e m 
t o g e t h e r w i t h a t t r a c t i v e pensions b e n e f i t s a n d certain privileges has a l s o 
b e e n developed. H o w e v e r , m a n y C h i n e s e m a n a g e r s at present still lack formal 
t r a i n i n g a n d q u a l i f i c a t i o n s and this p o s e s a m a j o r constraint on t h e 
i n p l o m e n t a t i o n of the n e w economic policies. T h e r e is thus a big issue for 
C h i n e s e m a n a g e m e n t education as China still lags far behind in such training. 
W i t h the n e w econcrnic reforms, it is essential that managers be trained to 
7Ng, K w o k - k i t "The Social and O r g a n i z a t i o n a l I m p l i c a t i o n s of Post-Mao C h i n e s e 
M a n a g e m e n t Reform" J o u r n a l of C o n t e m p o r a r y A s i a , 1990, Vol.20, Ho.4 : p.547-9. 
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c o p e w i t h t h e n e w e c o n a m i c s y s t e m a n d to p r a c t i s e p r o p e r l y t h e d e c i s i o n - m a k i n g 
p o w e r n o w d e l e g a t e d to themP. T h e f u t u r e e c o n o m i c d e v e l o p m e n t i n China will 
require m a n a g e r i a l resources at a m u c h h i g h e r level of q u a l i t y a n d the p r o b l e m 
of s h o r t a g e of q u a l i f i e d m a n a g e r s is still to b e resolved. 
T h e e c o n a m c reforms have b r o u g h t great changes to t h e c o u n t r y but the 
p e r s i s t i n g i n f l u e n c e s of C h i n e s e traditional n o r m s and c u l t u r e s u c h as respect 
for age a n d h i e r a r c h y based on C o n f u c i a n v a l u e s , use of connections, group 
o r i e n t a t i o n a n d the absence of developinent of individuality among Chinese 
p e o p l e a r e still prominent in the C h i n e s e society a n d exerting strong 
i n f l u e n c e o n its organizational climate and structure. T h e real challenge to 
t h e s u c c e s s of e c o n o m i c refomns will b e to i d e n t i f y an a p p r o p r i a t e manageinent 
model for t h e c o u n t r y by taking into c o n s i d e r a t i o n its u n i q u e cultural 
context. O n e m a y a r g u e that the traditional Chinese c u l t u r e will prevent 
C h i n a f r o m e s t a b l i s h i n g an efficient m o d e m organizational s y s t e m w h i c h is 
b a s e d o n functional efficiency a n d secondary h i m a n relationship, flexible 
h i e r a r c h i c a l s t r u c t u r e and individual creativity. H o w e v e r , w i t h the success 
of J a p a n e s e o w n m a n a g e m e n t system, it is not surprising that C h i n a can find 
its own ideal s y s t e m through a product of ccirpromise b e t w e e n W e s t e r n 
s c i e n t i f i c m a n a g e m e n t methods a n d traditional cultural values. In the next 
chapter, w e will study on t h e cultural traits of the C h i n e s e and their 
c o n s e q u e n c e s . 
®Wamer, M. "The 'Long March‘ of C h i n e s e M a n a g e m e n t E d u c a t i o n , 1979-84" The 
C h i n a Q u a r t e r l y , 1984, Vol.5, N o . 4 : p.342. 
i •. 
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C H A P T E R IV 
I M P A C T OT* OJLTORE 
A country with a long h i s t o r y like China will c e r t a i n l y bear c e r t a i n 
cultural traits w h i c h a r e d e e p l y rooted in the heart of its people a n d 
e x e r c i s i n g a great i n f l u e n c e on t h e i r values, attitudes a n d behavior. T h e r e 
w e r e certain key features of C h i n e s e culture which could b e identified s h a p i n g 
a n d reinforcing to a c e r t a i n extent the various p r o b l a n s that C h i n e s e 
o r g a n i z a t i o n s were facing b e f o r e a n d the key features are listed below. 
K e y Features 
R e s p e c t for A g e and Hierarchy 
H o f s t e d e , who reports r e s e a r c h b a s e d mainly on Taiwan and overseas C h i n e s e , 
n o t e s the desire for a r e l a t i v e l y large 'power distance' w i t h subordinates 
w h e n compared to other cultures, w i t h managers wanting clear distinctions 
b e t w e e n themselves a n d subordinates^. This is partially supported b y 
L a a k s o n e n ' s (1984) r e s e a r c h in the P R C which showed a higher 'power distance, 
b e t w e e n top manageroent a n d w o r k e r s in Chinese enterprises than was the a v e r a g e 
i n E u r o p e and Japan^°. 
G r o u p Orientation 
A second major feature is that of the relative inportance of group as 
o p p o s e d to individual orientations. In pre-Revolutionary China, the group to 
h o f s t e d e , G. Culture's C o n s e q u e n c e s : International Differenc^g in Wr>rTc, 
R e l a t e d Values产 London B e v e r l y H i l l s Sage, 1980 : p.92-136. 
i®Laaksonen, 。• M a n a g e m e n t in C h i n a Purina and A f t e r Mao in Enterprises. 
G o v e r n m e n t , and Part.y^ W a l t e r de G r u y t e r , Berlin, 1988 : p.298-309. 
/ 
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W h i c h there was greatest attachrr^t was the family. Industrialization and 
u r b a n i z a t i o n h a v e reduced the i n p o r t a n c e of t h e family from b e i n g almost an 
e x c l u s i v e focus to b e i n g one of the several g r o u p s claiming solidarity. W i t h 
further modernization and Westernization, there is a gradual decline of group 
o r i e n t a t i o n and s i g n s of a growing i n d i v i d u a l i s m in those Chinese communities 
i n c l u d i n g C h i n a . H o w e v e r , group o r i e n t a t i o n still renains a key feature of 
C h i n e s e culture. 
•Face, 
F a c e is e s s e n t i a l l y the recognition b y o t h e r s of one's social standing and 
p o s i t i o n . C e r t a i n l y losing face is nx^re inportant to a Chinese m a n a g e r than 
to a W e s t e r n one a n d is felt m u c h m o r e d e e p l y . Further, the importance of 
a t t a i n i n g a c e r t a i n p o s i t i o n and b e i n g r e c o g n i z e d b y others is relatively m o r e 
inportant than in the West, while individual recognition through pay m y b e 
less important. 
Relationships 
W h i l e forrtHl organization structures are apparently based on inpersonal 
b u r e a u c r a c y , in p r a c t i c e personal c o n n e c t i o n s p l a y a m a j o r role. In business, 
relationships are m o r e inportant than c o n t r a c t s which a r e not as influential 
a n d b i n d i n g as trust between the parties, l ^ e use of connections to obtain 
w a n t e d b e n e f i t s is popular in China and other areas with a Chinese culture. 
T h e inportance of continuing relationships is a dominant feature of Chinese 
culture w h i c h is in a way affecting the organizations within as well. 
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Cultural Consequences 
In the b o o k Manag&nent in_mna, Laaksonen (1988) has also picked out 
certain m a i n factors w h i c h mostly guide Chinese management behavior. The main 
historical roots of contarporary managonent originate f r o m the hierarchical 
family (household) syston' where the father, the m a n was the head and the 
c e n t r a l i z e d government system. Both these systems _ hierarchical family and 
c e n t r a l i z e d government - were greatly strengthened by Confucius' thoughts. 
F r o m these m a i n roots of Chinese management behavior, Laaksonen has drawn out 
the characteristics of contarporary Chinese management w h i c h also reflect the 
above m e n t i o n e d cultural aspects: A hierarchical one-man nanaganent system, 
n a s c u l i n e domination, respect for age, rigid bureaucracy, special 
interpersonal relations systems, and inportance of "saving face" in personal 
relationsii. M a i n characteristics of Chinese management behavior and their 
m a i n historical roots as presented in Laaksonen,s study is shown in Exhibit 6. 
A n o t h e r scholar, Hofstede, has defined culture as "the collective 
p r o g r a m m n g of the m i n d which distinguishes the menters of one hurran group 
from a n o t h e r . H e has conducted a study in 1984 on personnel fran 
subsidiaries of a large US-based multinational business organization in 40 
countries in which several East Asian Chinese connunity like Taiwan, Singapore 
and H o n g K o n g were also included. He concluded that nanagers and 呵 l o y e e s in 
the organization varied fran one country to another on four dimensions of 
national culture. These four dimensions are as follows : 
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EXHIBIT 6 ： 
MAIN CHARACTERISTICS OF CHINESE MANAGEMENT BEHAVIOR 
AND THEIR MAIN ROOTS 
M^in Historical B-esent^cfey 
编 _ " 山 : " 禪 _ _ _ _ _ CNaracteflstjes 
Hierarchical 
J One-man Manage-
/ ment System 
/ Masculine 
/ y Domination 
Hisrsuxjhical ^ _ _ _ _ _ _ _ _ _ 
Family System, / 
Father as the Head / 乂 
/ Respect for 






System \ Importance of 
\ \ interpersonal 
\ Relations 
\ Importance of 
、"Saving Face" 
Source : Laaksonen. O., Management in China During and After Mao in Enterprises, Government, and Party. 
Walter de Gruyter. Berlin. 1988. p. 333. 
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1. Power Distance - the degree to w h i c h a society accepts the unequal 
distribution of power in organizations. It is m e a s u r e d in a Power 
D i s t a n c e Index (PDI) which is d e r i v e d from country m e a n scores on three 
questions deal with perceptions of the superior's style of decision-
m a k i n g and of colleagues' fear to disagree with superiors and with the 
t y p e of decision making w h i c h subordinates prefer in their boss. 
2. Uncertainty Avoidance - the d e g r e e to w h i c h a society tolerates risk and 
situational uncertainties. It is ineasured in an Uncertainty Avoidance 
Index (UAI) produced by the three indicators used: Rule orientation, 
employment stability and stress. 
3. Individualism - the degree to w h i c h a society enphasizes individual 
self-interests versus the collective value of groups. It is related to 
a variety of questions in H o f s t e d e ' s study which allows the computation 
for each of the 40 countries of a country individualism Index (IDV). 
4. Masculinity - the degree to w h i c h a society emphasizes assertiveness and 
material concerns versus relationships with others and concerns for 
feelings. The score of the 40 countries is used as the basis for a 
country Masculinity Index (MAS) which measures to what extent the 
respondents in a country tend to endorse work goals usually more popular 
among men, like advancement a n d earnings, or those m o r e popular anong 
women, like interpersonal relationship and working environment. 
The result of Hofstede's study showed that those countries w i t h dominantly 
Chinese population tended to skew to the high end in the PDI Index scale. For 
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U A I , a c l e a r d i s t i n c t i o n c a r m o t b e drawn, S i n g a p o r e a n d H o n g Kong h a d low 
scores w h e r e a s T a i w a n is a b i t h i g h e r than t h e m e a n . hs for Individuality, 
t h e result w a s c o n s i s t e n t for three countries; all of t h e m clustered on the 
low end of the s c a l e . S a m e c o n s i s t e n t result w a s f o u n d for M a s c u l i n i t y as all 
three c o u n t r i e s g a t h e r e d a r o u n d the n e a n s h o w i n g a inedium masculinity 
c h a r a c t e r i s t i c . T h e r a n k i n g s of t h e s e c o u n t r i e s in r e s p e c t i v e index in 
H o f s t e d e ' s study as c o n p a r e d w i t h U.S.A. and B r i t a i n are tabulated in Exhibit 
7 for reference. 
C h i n a w a s n o t i n c l u d e d in H o f s t e d e ' s s t u d y b u t c o n s i d e r i n g its national 
c u l t u r e w h i c h s h o u l d b e s i m i l a r to the o t h e r C h i n e s e conminities, it is 
expected that China s h o u l d b e a country w i t h h i g h PDI, an U A I higher than the 
m e a n , low IDV and m e d i u m M A S . For further reference, part of the siirmary of 
c o n n o t a t i o n s of t h e four indexes, d i f f e r e n c e s as s u g g e s t e d by H o f s t e d e a n d 
their c o n s e q u e n c e s for organizations are d i s p l a y e d in Exhibits 8-11. 
By c o T p a r i n g the c o u n t r i e s b e a r i n g a C h i n e s e c u l t u r e w i t h U . S . A . or B r i t a i n , 
a c l e a r e r d i s t i n c t i o n c a n b e found in t h e PDI and IDV, especially for 
individualism. T h i s coincides w i t h t h e traditional understanding on cultural 
d i f f e r e n c e s b e t w e e n t h e E a s t A s i a n c o u n t r i e s a n d the W e s t as shown in E x h i b i t 
12. organizational c l i m a t e in local firms i n C h i n a is expected to h a v e 
explicit differences comparing w i t h foreign f i m® especially in areas 
c o n c e r n i n g p o w e r d i s t a n c e a n d individualism. T h i s a s s u m p t i o n will be further 
tested b y the result of c u r r e n t study to s e e w h e t h e r C h i n a still reflects the 
c o n s e q u e n c e s d e r i v e d f r c m H o f s t e d e ' s study or the trend is already changing 
and c l o s e r traits can b e f o u n d b e t w e e n local firms a n d foreign finns in C h i n a 
today. 
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EXHIBIT 7 ： 
VALUES OF THE FOUR INDICES FOR SELECTED COUNTRIES 
/D^ 
Highest” Philipines (94) Greece (112) U S A (91) Japan (95) 
Britain (89) 
Singapore (74) 
Hong Kong (68) Britain (66) 
U.SA (62) 
Taiwan (69) 
Hong Kong (57) 
COUNTRY Taiwan (58) 丨 
RANKING MEAN 腳 
MEAN M 




Britain (35) Britain (35) 
Hong Kong (29) 
Hong Kong (25) 
Singapore (20) 
Taiwan (17) 
Lowiest Austria (11) Singapore (8) Venezuela (12) Sweden (5) 
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EXHIBIT 11 ： 
S l M d A R Y O F CX^^NOTATIONS O F P O W E R D I S T A N C E INDEX D I F F E l ^ C E S 
A N D TOEIR g ^ S E O U E N C E S FOR O R G A N I Z A T I O N S 
L o w PDI C o u n t r i e s H i g h PDI countries 
• S u p e r i o r s p u t less v a l u e on *Superiors put m o r e v a l u e on 
subordinates‘ obedience. subordinates* obedience. 
^ S u b o r d i n a t e s put h i g h v a l u e on ^Subordinates put h i g h v a l u e on 
i n d e p e n d e n c e . c o n f o m i t y • 
^ M a n a g e r s s e e n as i m k i n g ^Managers s e e n as m a k i n g 
d e c i s i o n s a f t e r consulting w i t h decisions autocratically and 
s u b o r d i n a t e s . paternal istical ly. 
• C l o s e s u p e r v i s i o n n e g a t i v e l y *Close s u p e r v i s i o n p o s i t i v e l y 
e v a l u a t e d b y subordinates. evaluated b y subordinates. 
^ S u b o r d i n a t e s ‘ pre f e r e n c e for *Subordinates' p r e f e r e n c e for 
m a n a g e r s ' d e c i s i o n - m a k i n g s t y l e itanagers* decision-making style 
c l e a r l y c e n t e r e d on c o n s u l t a t i v e, polarized between autocratic-
g i v e - a n d - t a k e style. paternalistic and m a j o r i t y 
rule. 
*Bnrployees less afraid of *Bnnployees fear to d i s a g r e e 
d i s a g r e e i n g w i t h their boss. w i t h their boss. 
*Bnnployees s h o w m o r e cooperative- *Bnnployees reluctant to trust 
n e s s . each other. 
^ M a n a g e r s s e e n as showing m o r e ^Managers s e e n as showing less 
c o n s i d e r a t i o n . considerations. 
•Informal e m p l o y e e consultation *Formal e m p l o y e e p a r t i c i p a t i o n 
p o s s i b l e w i t h o u t fonnal possible without infornal 
p a r t i c i p a t i o n . consultation. 
Consequences for Organizations 
•Less centralization. *Greater centralization. 
• F l a t t e r organization pyrandds. *Tall organization pyramids. 
* s m a l l e r p r o p o r t i o n of *Large proportion of 
s u p e r v i s o r y personnel • supervisory personnel • 
• S m a l l e r w a g e differentials. *Large w a g e differentials. 
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EXHIBIT 11 ： 
gJKMARY O F OONNCyTATIONS O F U N C E R T A I N T y A V O I D A N C E INDEX D I F F E R E N T 
A N D TOEIR OONSEC3UEHrTr.fi WCR « ^ G A N I Z A T I O N S 
L o w U A I C o u n t r i e s H i g h U A I c o u n t r i e s 
• L o w e r job s t r e s s . *Higher job s t r e s s . 
* L e s s e m o t i o n a l r e s i s t a n c e to *More e m o t i o n a l r e s i s t a n c e to 
change. change. 
* L e s s h e s i t a t i o n to c h a n g e * T e n d e n c y to s t a y w i t h the s a m e 
e n p l o y e r s . a n p l o y e r . 
• L o y a l t y to e m p l o y e r is n o t seen *Loyalty to annployer is s e e n as 
a s a v i r t u e . a v i r t u e . 
• P r e f e r e n c e for s m a l l e r organi- * P r e f e r e n c e for larger organi-
zations as e m p l o y e r s . zations as a r p l o y e r s . 
•Lower a v e r a g e a g e i n h i g h e r *Higher a v e r a g e a g e in h i g h e r 
level jobs. level jobs. 
•M a n a g e r s s h o u l d b e s e l e c t e d on ^ M a n a g e r s s h o u l d b e s e l e c t e d on 
o t h e r c r i t e r i a t h a n s e n i o r i t y . the b a s i s of s e n i o r i t y . 
•Stronger achievenient n o t i v a t i o n . *Less achievesment m o t i v a t i o n . 
• M o r e r i s k - t a k i n g . *Less r i s k - t a k i n g . 
• S t r o n g ant»itian for individual *Lower a m b i t i o n for individual 
a d v a n c e m e n t . a d v a n c e m e n t • 
•H i e r a r c h i c a l s t r u c t u r e s a n d ^Hierarchical s t r u c t u r e s of 
rules of o r g a n i z a t i o n s c a n be a n d rules of o r g a n i z a t i o n s 
b y - p a s s e d for p r a g m a t i c reasons, s h o u l d b e c l e a r and respected. 
• P r e f e r e n c e for b r o a d guidelines. ^ P r e f e r e n c e for c l e a r 
r e q u i r e m e n t s a n d instructions. 
•Conflict in o r g a n i z a t i o n s is ^Conflict in o r g a n i z a t i o n s is 
n a t u r a l . u n d e s i r a b l e . 
• C o n p e t i t i o n b e t w e e n employees ^ C o m p e t i t i o n b e t w e e n employees 
c a n b e fair a n d right. is eniotionally d i s a p p r o v e d of. 
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E X H I B I T 9 (CONT'D) 
SU^f^ARY O F CX3NN0TATI0NS OF UNCERTAINTY A V O I D A N C E INDEX DIFFERENCES 
A N D TOEIR OO^SEOUENCES FX^ (MSRNIZATIONS (OONT,D) 
Consequences for Organizations 
•Fewer written rules. *More written rules. 
* H i g h labor turnover, *Lower labor turnover. 
^Organizations can be pluriform. ^Organizations should b e as 
uniform as possible (stand-
ardization) . 
^Managers more interpersonal *Managers m o r e task-oriented 
and flexible in their style. and consistent in their 
style. 
^Managers more willing to m a k e ^Managers less willing to m a k e 
individual and risky decisions. individual and risky decisions. 
*More ambitious employees. *Less ambitious employees. 
•Less ritual behavior. *More ritual behavior. 
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E X H I B I T 1 0 ： 
SUMMARY O F CXX^NOTZVTIC^S OF INDIVIDUALISM INDEX DIFFERENCES AND THEIR 
OONSEQUH^CES F C R CXySRNIZATIQNS 
Low IDV Countries H i g h IDV countries 
*Bnrtotional dependence on *Brnotional independence frcxn 
company. company. 
•Large company attractive. *Small company attractive. 
*Moral involvernent with company. *Calculative involvervent with 
company. 
•People consider it less socially *People consider it socially 
acceptable to claim pursuing acceptable to claim pursuing 
their own ends without minding their own ends without minding 
others. others. 
^Managers aspire to conformLty ^Managers aspire to leadership 
and orderliness. and variety. 
^Managers rate having security in *Managers rate having autonomy 
their position more iirportant. m o r e irnportant. 
•Managers endorse "traditional" ^Managers endorse 'Vnodem" 
points of view, not supporting points of view on stinwlating 
eiT?)loyee initiative and group employee initiative and group 
activity. activity. 
•Group decisions are considered *Individual decisions are 
better than individual considered better than group 
decisions• decisions• 
*Individual initiative is *Individual initiative is 
socially frowned upon. socially encouraged. 
Consequences for Organizations 
*Involvennent of individuals with *Involve!T«nt of individuals 
organizations prinarily moral. w i t h organizations primarily 
c a l d i l a t i v e . 
•Policies and practices based on ^Policies and practices allow 
loyalty and sense of duty. for individual initiative. 
•Promotion on seniority. ^Promotion on market value. 
•Policies and practices vary *Policies and practices apply 
according to relations to all (universalism). 
(particularism). 
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EXHIBIT 11 ： 
SIM4ARY O F OONNOTATIONS O F MASCULINITY INDEX DIFFERENCES 
A N D THEIR OONSEOUENCES FOR C » G A N I Z A T I Q N S 
Low M A S Countries High M A S countries 
•Relationship with manager, ^Earnings, recognition, advance-
cooperation, friendly atmos- ment, and challenge relatively 
phere, and employment security m o r e iirportant. 
m o r e irrportant. 
•Belief in group decisions. ^Belief in the independent 
decision maker. 
*Weaker achievement motivation. ^Stronger achievofnent 
motivation. 
•People prefer shorter working *People prefer more salary to 
hours to m o r e salary. shorter working hours. 
•Corpany's interference in *Conpany's interference in 
private life rejected. private life accepted. 
•anall conpanies preferred. *Large corporations preferred. 
•Lower job stress. *Higher job stress. 
•Less skepticism as to factors *Skepticism as to factors 
leading to getting ahead. leading to getting ahead. 
*Smaller or no value differences ^Greater value differences 
between m e n and women in the between men and women in the 
same jobs. same jobs. 
Consequences for Organizations 
•Organizations should not inter- *Organizations interests are a 
fere w i t h people's private legitimate reason for inter-
lives. fering with people's private 
lives. 
*More women in more qualified *Fewer women in more qualified 
and better-paid jobs. and better-paid jobs. 
•Appeal of job restructuring *Appeal of job restructuring 
























































































































































































































































































































































































































































































C u r r e n t official p o l i c y in C h i n a is to p r o r o t e e c o n o m i c reforms b a s e d on 
r e s p o n s i b i l i t y systems a n d to b r i n g in the foreign m a n a g e m e n t methods. T h e r e 
w e r e m a j o r m a n a g e m e n t problanns i n C h i n a in the past a n d it w a s argued that 
C h i n e s e c u l t u r e reinforced a n u m b e r of these as well as p a r t i a l l y undermined 
t h e a d o p t i o n of W e s t e r n managernent methods. H o w e v e r , it is also debatable 
that w h e t h e r a total a d o p t i o n of foreign m e t h o d s is beneficial to the 
d e v e l o p m e n t in China. T h e r e s h o u l d not be any theory that can fit in all 
c u l t u r e s a n d the quest should b e o n identifying a model that suits the C h i n e s e 
c u l t u r e . Similar processes can b e seen w h e r e Chinese culture and a capitalist 
e c o n o m y co-exist and these h i g h l i g h t the p o s s i b i l i t y for the adoption of 
f o r e i g n manageinent rrethods to g e t along w i t h the C h i n e s e culture. A blind 
a d o p t i o n of W e s t e r n or Japanese roethods will n e v e r b e g o o d for the country but 
a s e l e c t i v e adoption in ways w h i c h recognize Chinese culture m a y have the 
potential to develop a Chinese managen^ent model w h i c h m y resolve same, though 
p e r h a p s not all, of those existing problems a n d facilitate greater development 
of the country. 
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C H A P T E R V 
M E I H O D O L O G Y 
Q u e s t i o n n a i r e 
T h e survey is to i d e n t i f y the organizational c l i m a t e in today's China u s i n g 
Litwin and S t r i n g e r ' s organizational climate q u e s t i o n n a i r e w h i c h consists of 
50 statenients on the following n i n e s e p a r a t e a priori scales^^ : 
I. Structure (8 items)-
the feeling that employees h a v e about t h e c o n s t r a i n t s in the group, h o w 
m a n y rules, regulations, procedures t h e r e are; is there an enphasis on 
"red tape" a n d going through channels, o r is there a loose and informal 
atmosphere. 
II. Responsibility (7 items)-
the feeling of being your own boss; not h a v i n g to double-check all y o u r 
decisions; w h e n you h a v e a job to do, k n o w i n g that it is your job. 
III. Reward (6 items) -
the feeling of being rewarded for a job well done; enphasizing p o s i t i v e 
rewards rather than punishments; the p e r c e i v e d fairness of the pay a n d 
promotion p o l i c i e s . 
IV. Risk (5 items)-
the sense of riskiness and challenge in t h e job and in the organizatirai; 
G.H. & s t r i n g e r , R . A . , Jr. M o t i v a t i o n and O r g a n i z a t i o n a l Climat.^, 
C a m b r i d g e : H a r v a r d U n i v e r s i t y , 1968 : p.81-2. 
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is there a n e m p h a s i s o n t a k i n g calculated risks, or is p l a y i n g it s a f e 
the best w a y to operate. 
V. Warmth (5 items)-
the feeling of general g o o d fellowship that prevails in the w o r k g r o u p 
atmosphere; t h e enphasis o n b e i n g well-liked; the p r e v a l e n c e of friendly 
a n d informal social groups. 
VI. Support (5 items)-
the p e r c e i v e d h e l p f u l n e s s of the m a n a g e r s and other employees in the 
group; emphasis on mutual support from above and below. 
VII. Standards (6 items)-
the p e r c e i v e d importance of iirplicit and explicit g o a l s and performance 
standards； t h e emphasis o n d o i n g a good job; the challenge represented 
i n personal a n d group g o a l s . 
V I I I . C b n f i i c t (4 iterns；-
the feeling that m a n a g e r s a n d other workers want to hear different 
opinions; the emphasis p l a c e d o n getting problene out in the open' 
rather than smoothing t h e m over or ignoring them. 
IX. Identity (4 it&ns)-
the feeling that you b e l o n g to a conpany and you a r e a v a l u a b l e m e m b e r 
of a working team; the importance placed on this k i n d of spirit. 
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T h e respondents w e r e a s k e d to rate to w h a t extent they agree that t h e s e 50 
s t a t e m e n t s apply in d e s c r i b i n g t h e o r g a n i z a t i o n they are working for. A four-
p o i n t s c a l e w a s used. T h e y c a n c h o o s e either one of the following in respect 
t o e a c h statonent: 1. d e f i n i t e l y agree; 2. agree; 3. disagree; 4. d e f i n i t e l y 
d i s a g r e e . Q u e s t i o n s on age, s e x , n a t u r e / s i z e of the finrs w e r e a s k e d in the 
p o r t i o n of cotpany p r o f i l e a n d personal p r o f i l e attached to the q u e s t i o n n a i r e 
t o m e a s u r e these variables. T h e w h o l e q u e s t i o n n a i r e (in English) is s h o w n in 
t h e A p p e n d i x . 
T h e d a t a collected are u s e d for analysis on organizational climate of firms 
i n C h i n a after the i n p l e m e n t a t i o n of the e c o n o m i c reforms and for c o r p a r i s o n 
of organizational climate b e t w e e n local C h i n e s e firms a n d foreign firms in the 
c o u n t r y . 
Sampling 
T o select foreign firms w i t h w e l l - e s t a b l i s h e d procedures and practices, 
t h o s e subsidiaries of multinational companies are chosen since they will h a v e 
a b e t t e r and standardized b a s e for comparison. T o reduce impact of the 
p e r s o n a l variables and in o r d e r to h a v e respondents coming f r a n similar 
e n v i r o n m e n t , errployees w i t h s i m i l a r level of jobs and acadendc b a c k g r o u n d a r e 
s e l e c t e d . They are local C h i n e s e p e o p l e w i t h relatively h i g h academic level 
a n d position at the supervisory or managanrtent level, or being specialists or 
professionals. It is expected that these p e o p l e will provide a m o r e objective 
d e s c r i p t i o n of the organizations and m o r e rational data for analysis as they 
will h a v e wider perspectives on the organizational environment. 
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D i s t r i b u t i o n of Q u e s t i o n n a i r e 
O w i n g t o the d i f f i c u l t y in m a k i n g personal visits a n d interviews in the 
m a i n l a n d , only q u a n t i t a t i v e survey through q u e s t i o n n a i r e w e r e carried out. A 
q u e s t i o n n a i r e w a s p r e p a r e d w i t h a covering letter asking for co-operation a n d 
p r o n i s i n g c o n f i d e n t i a l i t y of individual i n f o n m t i o n . T h e n a t u r e of study w a s 
a l s o e x p l a i n e d . Q u e s t i o n n a i r e s w e r e n o t niiribered to e n s u r e that t h e 
r e s p o n d e n t s w e r e n o t identifiable. T h e q u e s t i o n n a i r e s w e r e then d i s t r i b u t e d 
i n b a t c h to p e o p l e in H o n g K o n g w h o have C h i n e s e contact for t h e m to bring 
b a c k to C h i n a for further distribution. T h e criteria for sampling w a s 
e x p l a i n e d to t h e s e p e o p l e to e n s u r e that the q u e s t i o n n a i r e s w e r e d i s t r i b u t e d 
to the correct targets for d a t a collection. A total nunnber of 300 
q u e s t i o n n a i r e s w e r e sent out by several p h a s e s and the n u m b e r s of respondents 
f r o m local finrs a n d foreign firms w e r e controlled s o that quantity of 
q u e s t i o n n a i r e s r e t u r n e d w o u l d be m o r e or less the same from local or foreign 
firms. If m o r e responses were received f r o m p e o p l e working in local firms i n 
the first phase, m o r e questionnaires would b e distributed to foreign firms in 
s e c o n d p h a s e expecting to balance the n u m b e r of questionnaires received fran 
t h e s e two k i n d s of firms. T h e respondents w e r e requested to either give back 
the f i l l e d questionnaires to the distributors o r to f a x / m i l them back to H o n g 
K o n g . A three-week deadline w a s set to ask t h e respondents to reply as soon 
as possible. 
A l t h o u g h s 卿 l e chosen are w i t h relatively h i g h academic qualification but 
b a s e d on the assurrption that some people in China are still not so familiar 
w i t h the English language, the questionnaire w a s translated into Chinese to 
facilitate the respondents in answering a n d on the other hand, not to 
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discourage them from responding. By having questionnaires printed in Chinese, 
it w a s expected that response w o u l d be encouraged and the data collected would 
b e of greater solidarity. 
Among the 300 questionnaires distributed, only 38 were completed and 
returned. All of them met the criteria that the sample should be w i t h high 
academic qualification and a r e either managers, supervisors, specialists, 
professionals, etc. Out of these 38 questionnaires received, 6 w e r e faxed 
directly to Hong Kong by the respondents and 32 were carried back to H o n g Kong 
b y the distributors. None of t h e m were m a i l e d back to Hong Kong. 
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C H A P T E R SIX 
F I N D I N G S 
C o m p a n y Profile 
Out of the 38 q u e s t i o n n a i r e s received, 23 respondents c a m e f r o m local firrns 
lereas 15 of t h e m w e r e f r o m foreign firne so 60.53% of r e s p o n s e for subject 
:udy b e l o n g e d to local f i r m s a n d 39.47% reflected organizational climate of 
^reign firms i n China. T h e p r o p o r t i o n is shown i n G r a p h 1. T h e s i z e of the 
^rrpanies for w h i c h the respondents a r e working r a n g e d f r o m less than 100 to 
30 enployees a n d the d i s t r i b u t i o n is as p r e s e n t e d in G r a p h 2. T h e s e firrns 
an b e g e n e r a l l y c a t e g o r i z e d into four types of b u s i n e s s : C o n s t r u c t i o n , 
o n p u t e r / s o f t w a r e d e v e l o p m e n t , iranufacturing a n d electronics. O u t of t h e 38 
espondents, 10.53% w e r e in c o n s t r u c t i o n business, 31.58% w e r e w o r k i n g for 
oiTputer/software cortpanies, 42.10% of them b e l o n g e d to the m a n u f a c t u r i n g 
n d u s t r i e s a n d the raraining 15.79% w e r e f r o m electronics firms. T h e 
LLstribution is reflected as G r a p h 3. 
D e m o g r a p h i c Profile 
T h e r e were 29 m a l e s a n d 9 females responded to subject study representing 
76.32% and 23.68% of the sairple respectively. T h e i r p r o p o r t i o n is displayed 
in G r a p h 4. T h e m e a n age of the sanple was 38.43 a n d the range w a s from age 
group 26-30 to 46-50. M o s t of t h e m w e r e within the age range f r o m 31 to 45. 






























































































































































































































































































































































































































respondents have been working in the current company for over 5 years ‘ time 
whereas 13 of them were with less than four years’ period of service. Graph 6 
has displayed the data on the employment period of the respondents. 
Organizational Climate 
T h e following analysis on organizational climate in today's China is based 
on the 23 questionnaires received from respondents from local firms in China. 
T h e comparison between local finns and foreign firms will be dealt with in the 
next section. 
I. Structure 
Eight statements are included for subject category and respondents are 
requested to indicate whether they agree that their organizations are 
wel1-structured and organized while responsibilities are clearly 
defined. Issues on red-tape and excessive rules are also touched. The 
nianagement style on how to get things done is also explored. 
From the result of the study, it shows that majority of the respondents 
agree that their organizational is well-structured and organized; roles 
and responsibilities are also defined clearly but n o n e of them indicates 
a definite agreement. O n the other hand, there are still about 30.43% 
of respondents tend to disagree on these areas. It seems that the 
structure of Chinese organizations today after the implementation of the 
economic reforms for over 10 years has improved to a certain extent and 
the problems concerning organizational structure like unclear definition 
of responsibilities in the past are being resolved gradually. However, 
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m o r e still n e e d to be done to further extend the transformation of 
organizational structure in China in parallel w i t h the future 
challenges. 
Besides, red-tape and excessive rules are still found to be rather 
prominent in the firms. About 73.91% of the respondents do not agree 
that ‘ red-tape is kept to a minimum' and around 91.3% of respondents 
agree that ‘excessive rules, administrative details and red-tape make it 
difficult for new and original ideas to receive consideration.' This 
agrees w i t h the consequences of a country with relatively high 
Uncertainty Avoidance Index that m u c h m o r e written rules will be used 
than those low UAI countries. Such excessive rules and red-tape should 
be reduced further as they may act as a hindrance to the economic 
development of the country in the future. 
Eighteen out of the 23 respondents disagree to the statement that their 
'management is not so concerned about formal organization and 
authority.' This shows that fontal organization and authority are still 
valued in the Chinese organizations and this may relate to its 
traditional culture of respect for hierarchical authority. This also 
matches the consequences for organizations in a country of high Power 
Distance Index that 'fonral enployee participation is acceptable without 
informal consultation.’ Hierarchical structures and rules of 
organizations are to be clear and respected in countries with relatively 
high UAI and China is expected to be one. The structures and rules are 
not to be by-passed or broken even for any pragmatic reasons. 
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11 • Responsibi lity 
Seven staternents are included and respondents are requested to indicate 
to what extent they agree that individuals are delegated and empowered 
for decision-making and are given a free hand to carry out their own 
responsibilities. They are asked to confirm whether innovation and 
initiative are encouraged in the companies and whether people in the 
corrpanies s e e m to avoid responsibilities. 
Regarding the delegation and empowerrnent, 7 out of the 23 respondents 
say that the companies believe that people should solve their problems 
by themselves and if you think you get the right approach, you can go 
ahead and need not check with the superiors. However, majority of the 
responses still show that individual judgment is not highly valued in 
the Chinese organizations and one needs to consult with superiors before 
any decision can be made. The traditional hierarchical system respected 
in the past is still held in today's organizations. 
Caution and conservatism are usual practices in a country which avoid 
uncertainty and risks. Similarly, the power distance between superiors 
and subordinates further reinforces the situation. Close supervision 
and conformity to existing rules are phenomena in those high PDI 
countries. It is therefore not surprising that China, as expected to 
one of such countries, possesses these characteristics. Besides, the 
group orientation and low individualism in Chinese culture also pose an 
unfavorable environment for innovation and initiative. Group decisions 
are always considered to be better than individual decisions so 
empowerment and delegation to individual employees are exercised in a 
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limited extent. There is not m u c h motivation for innovation as well 
since promotion in the organizations is somehow related to seniority 
rather than individual p e r f o n m n c e in a country with low individualism. 
M o r e skepticism will be m a d e on factors leading to getting ahead so 
people may rather conform to the nonns instead of being different. To 
be a good meinber of a group seams to be more important in a country like 
China. Also people s e e m to avoid responsibility and only 3 respondents 
disagree to the statoment that 'individual will not take responsibility' 
in their organizations. 
III. Reward 
Six statanents are included and respondents are requested to indicate 
their perceptions on the fairness of the promotion and appraisal system 
and also on the adequacy of rewards and encouragement in the conpanies. 
Concerning on the fairness of the promotion system, 9 respondents 
disagree and two of them definitely disagree that the promotion system 
in their companies can help the best m a n to rise to the top whereas 
others agree to the statement but no one definitely agree. The 
traditional promotion practice in China was based on seniority since it 
followed quite strict rules of hierarchy. However, as the society is 
transforming and undergoing changes economically, socially and even 
politically, people with performance and ability should always be valued 
and rewarded so that they can contribute fully to the economic 
development in the country. 
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A l t h o u g h o r g a n i z a t i o n s s t a r t to u s e m a t e r i a l m o t i v a t i o n i n s t e a d of 
ideological indoctrination, t h e r e c o g n i t i o n a n d rewards a r e still 
c o n s i d e r e d inadequate b y all r e s p o n d e n t s a l t h o u g h 15 out of 23 
respondents a g r e e that 'people a r e rewarded in p r o p o r t i o n to the 
e x c e l l e n c e of their job p e r f o m n a n c e . , T h e opinions relating to reward 
a n d salary are sometimes d i f f i c u l t to interpret since to a certain 
extent they m a y b e b i a s e d . G e n e r a l l y p e o p l e t e n d n o t to a g r e e that they 
are p a i d what they d e s e r v e d p e r h a p s for fear of n o further increjnents. 
Only less than 18% of the r e s p o n d e n t s agree that the rewards and 
encouragement obtained c a n o u t w e i g h the threats and c r i t i c i s m involved. 
For statonent related to c r i t i c i s m in organizations, 18 respondents 
admit that 'there is a great deal of criticism, i n their companies. 
This is also a p h e n o m e n o n of a h i g h PDI country. M a y b e owing to the 
fact that the distance b e t w e e n p e o p l e is kept as self-protection' p e o p l e 
are m o r e reluctant to trust e a c h other. It is m o r e difficult to g a i n 
trust f r o m a person in s u c h country t h a n in t h o s e low PDI countries. A s 
regarding to the p u n i s h m e n t system, all respondents agree that 
punishment will b e given if one m a k e s a m i s t a k e . 
IV. Risk 
F i v e statements are i n c l u d e d and respondents are requested to indicate 
their perception on the riskiness a n d challenge in the organizations, 
whether the company are w i l l i n g to take calculated risks or just to play 
safe. Responses on statement 24 a n d 26 somehow can reflect the 
respondents' attitude on risk-taking. 
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Fifteen r e s p o n d e n t s admit that their o r g a n i z a t i o n s want to 'play it 
slow, safe a n d sure, and 3 of t h e m d e f i n i t e l y a g r e e to t h e statement. 
N i n e respondents a g r e e that their companies' b u s i n e s s 'has b e e n built up 
b y taking c a l c u l a t e d risks at the right time. ‘ Tw e l v e agree that 
management is w i l l i n g to take a chance on a g o o d idea. T h e general 
trend shows that organizations in China still r e t a i n a c e r t a i n degree of 
caution in d e a l i n g w i t h risks. M a n a g e r s a r e still less w i l l i n g to m a k e 
individual a n d risky decisions. A s s u g g e s t e d i n H o f s t e d e ' s study, h i g h 
Uncertainty A v o i d a n c e Index usually resulted w h e n the country is in 
early stage of m o d e r n i z a t i o n and t h e r e is h i g h rate of change in 
societyi4. H o w e v e r , it seems that p e o p l e in C h i n a start to adopt a m o r e 
m o d e r a t e a t t i t u d e towards risk-taking. T h e y t e n d to view risk at a m o r e 
positive m a n n e r than before. All respondents a g r e e that sanr^e pretty b i g 
risks h a v e to b e t a k e n occasionally to k e e p a h e a d of the competition in 
the business. T w e n t y of t h e m also admit that their conpanies are being 
too cautious f r o m m a x i m u m effectiveness. 
In order to c a t c h up in the international b u s i n e s s w o r l d and to 
accelerate its own economic development, organizations and also 
individuals in C h i n a h a v e already realized of the v a l u e of taking a g o o d 
chance so as to achieve successful outcome. F r o m the result of this 
survey, it seeins that the respondents at large realize that there will 
not be a chance for success if they refuse to take calculated risks 
sometimes and tiresome decision m a k i n g process way impact on grasping a 
business opportunity. 
" H o f s t e d e , G. C u l t u r e ' s C o n s e q u e n c e s : I n t e r n a t i o n a l D i f f e r e n c e s in W o r k -
p e l a t e d Values. L o n d o n B e v e r l y H i l l s Sage, 1980 : p . 1 8 5 . 
54 
V. Warmth 
Five statanents are included a n d respondents are requested to indicate 
their perception on the general interpersonal and working climate 
prevailing in the organizations; whether this is a friendly atmosphere 
betv7een colleagues and between superiors and subordinates. 
Concerning interpersonal atmosphere, 16 respondents say that it is 
friendly while 7 say that it is not. However, as regarding to the 
working climate' the result is close to unanimous. About 91.3% of 
respondents do not perceive their organization having a relaxed and 
easy-going working climate. A n o t h e r point as reflected by the survey is 
that it is not very hard to get to know people in the organizations and 
people do not tend to b e cool and aloof towards each other. It seems 
that interpersonal relationship is rather friendly and good among co-
workers which m y be related to the group orientation in Chinese 
culture. However, when being asked whether ’there is a lot of warmth in 
the relationship between management and w o r k e r s丨， a r o u n d 82.6% of 
respondents give a negative answer. This again evidences the high power 
distance between superiors and subordinates in Chinese organizations. 
O n e point to note is that one of the consequences of high PDI is 
•arployees are reluctant to trust each other' which seems not matching 
the friendly relationship between individuals in organizations. 
However, it is not necessary that there is trust between people though 
they can get along in a friendly atnK)sphere. They are friendly perhaps 
owing to other reasons like avoidance of conflict which is also a 
characteristics of a country with relatively high UAI and with Chinese 
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cultural traits. The level of trust m a y b e m o r e clearly shown in the 
area of how employees perceive the degree of support and assistance they 
receive in organizations w h i c h is dealt in the next part. 
VI. Support 
There are five statements included and respondents are requested to 
express their feeling on whether they can get support from higher-ups 
and co-workers and also whether there is imtual trust between eitployees. 
The connotations of high PDI indicate that 'enployees are reluctant to 
trust each other * and 'managers are seen as showing less 
considerations.' For trust among employees, 11 respondents agree that 
people in the company do not really tnist each other enough whereas 12 
of them hold different opinion. T h e numbers of people for or against 
the stateinent are about equal and it is hard to draw a definite 
conclusion out of the results received. However, when looking at the 
response for another question concerning whether they can count on 
getting assistance from the boss and co-workers when they are on a 
difficult assignment, 15 respondents agree that they can count on that. 
It seems that for work-related issues, people tend to have greater 
confidence on sourcing help from others in the organizations. Yet the 
question on mutual trust is still controversial. 
The result also shows that about 43.48% of respondents say that they can 
get synpathy from superiors when they m a k e a mistake. However, only 6 
respondents agree that the management m a k e an effort to talk with thesm 
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on their aspiration in the cornpanies. Less than 22% of respondents 
agree that management concerns the feeling of people. T h e saying that 
managers are showing less considerations seems to be true to a rather 
great extent. Managers in Chinese organizations seems to be very m u c h 
task-oriented and not so people-oriented. This corresponds to the 
consequences of relatively high UAI. They are m o r e ready to offer help 
in job-related issues rather than concerning human factors and feeling. 
VII. Standards 
There are six staternents included and respondents are asked to express 
their feeling on whether the conpanies have high standards for 
performance and continuous improvements. Stateinents concerning how 
management cares of employees* happiness and whether people take pride 
in their own performance are also included. 
For questions related to standards in organizations, almost all 
respondents agree that high standards are set for performance in their 
companies. They also agree that the managen>ent believes that 'no job is 
so well done that it could not be done better.' Besides, they admit 
that there is a feeling of pressure to continually improve the personal 
and group perfomnance. Only two respondents disagree that they get a 
feeling of pressure of continuous improvement in the organizations. 
Only 7 respondents agree to the statement that the management believe in 
the relationship between employees' happiness and productivity. This 
seems to agree again on the connotation that iranagers in China are more 
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task-oriented and not so m u c h concern with people's feeling. As 
concerning the question on whether people take pride in their 
performance, 18 respondents agree that 'people do not seem to take m u c h 
pride in their performance. ‘ People are still not so m u c h involved in 
individual achievement rather than group conformity as influenced by the 
Chinese culture. 
VIII, Conflict 
Four statements are included and respondents are requested to indicate 
whether they agree that conflict is avoided and viewed negatively in 
organizations; also how they perceive disagreement w i t h superiors. 
To avoid arguments and disagreements with others is the best way to m a k e 
a good impression in the companies is agreed by 21 respondents which 
constituted 91.3% of the sample. Also 86.96% of the sample disagree 
that conflict is viewed as healthy by managernent. Again 91.3% of the 
respondents disagree that they are encouraged to speak their minds even 
risking disagreernent w i t h superiors. Finally, 14 respondents out of 23 
say that the goal of management meeting is to arrive at a decision as 
smoothly and quickly as possible. 
The result is rather clear that open conflict is still viewed 
unfavorably by organizations in China. It fits w i t h the connotations 
for a relatively high UAI that conflict in organizations is undesirable 
and competition between employees is emotionally disapproved of. As 
China should belong to the group of countries w i t h relatively low 
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individualism, it is expected that conformity and orderliness are v a l u e d 
m o r e b y management instead of conflict and disagreement. So the result 
received is not surprising as it m a t c h e s with Chinese traditional 
culture of avoiding conflict and ‘saving face* as well. 
'Face, consideration is important in Chinese culture and people are fear 
to lose 'face* and at the same time, try to give 丨face* to others. 
M a n a g e r s w i t h Chinese culture are m o r e concerned of losing ’face' than 
their W e s t e r n counterparts. So people will not casually risk a 
disagreement w i t h superiors or even co-workers in order not to m a k e the 
others lose 'face.‘ 
IX. Identity 
Four staternents are included asking people whether they get a sense of 
belonging to the company as a member of a well functioning team. T h e 
issue of loyalty to the company is also explored. 
The result is a bit controversial when conparing with Hofstede 
suggested connotations of a low individualism index. A s a country w i t h 
low individualism, there should be an emotional dependence on company 
and moral instead of calculative involvenvent with company are expected. 
However, there are 10 respondents saying that they are not proud of 
belonging to the company and only 56.52% of respondents agree that they 
take pride in that. Yet 19 respondents feel that they are members of a 
well fimctioning team. As for the loyalty issue, there are 17 
respondents agree that there is not m u c h personal loyalty to the cannpany 
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and 18 persons say that people in the companies tend to look out for 
their own interests. 
The question of identity in organizations m a y to a certain extent 
reflect that people in China have changed in their attitude towards job. 
Loyalty to employers m y still be regarded as virtue, just as connotes 
by a relatively high UAI and low individualism. However, the loyalty is 
adopted m o r e in a selective and calculative m o d e instead of a wholly 
emotional motive. As the country is m o r e open to the outside world and 
exposed to Western ideas, people and organizations inevitably will 
change gradually in accordance with the modernization trend. 
Individualism m y be in certain ways growing while the fear towards 
uncertainty and risk is on the other hand reducing. 
Comparison Between Local Finns and Foreign Finns 
Out of the 38 respondents, 23 of them are from local firms and 15 are from 
foreign firms. The result of the comparison between local fimis and foreign 
firms on the nine climate scale scores is shown in Exhibit 13. Regarding the 
feeling that employees have about the constraints in the group like rules, 
regulations & procedures and red-tape, the scores of both types of fintis are 
close showing n o significant difference. The general differences found from 
the responses are mainly on questions 4, 5 and 8. It seems that Chinese 
organizations have higher level of red-tape and excessive rules. Besides, 
local firms are more concerned with f o n m l organization and authority. The 
traditional hierarchy of authority in Chinese organizations m a y to a certain 
extent explain for the difference. 
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As for the feeling of being one's own boss and the extent of responsibility, 
the scores of two kinds of firms are also close. It shows that the amount of 
responsibility vested on individuals in local firms and foreign firms are 
similar. The answers w h i c h reflect relatively greater difference are for 
questions 9, 10 and 15. People in foreign firms tend to agree m o r e that 
individual judgment is relied on in th^ir organizations than those from local 
firne. Besides, they s e e m to have a greater freedom to work in the ways they 
think right and people in foreign f i m s will m o r e likely take individual 
responsibility for their own jobs. 
In the area of being rewarded for a job well done and the fairness of the 
pay and promotion system, there is a greater difference than that of 
responsibility but again, the result does not indicate a significant 
difference. The main differences may be found in questions 16 and 17. 
Respondents from foreign finns seem to have greater confidence on the 
promotion system and think that the rewards and encouragerr^ents they get can 
usually outweigh the threats and criticism. However, generally speaking, 
people still tend to disagree that the reward system is sufficient as it is 
normal that people want m o r e rewards and recognition for their jobs. Anyway, 
as China turns to use material motivation after the i m p l e n ^ t a t i o n of economic 
reforms, maybe the reward system in organizations still need to be further 
developed. 
Regarding the sense of riskiness and challenge in the job and in the 
organization, no significant difference is shown either. It somehow shows 
that local organizations' attitude towards risks is drawn closer to that of 
foreign f i m s despite the traditional avoidance behavior in the past. W i t h 
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t h e e c o n o m i c development in t h e country, a certain amount of risk h a s to b e 
t a k e n in o r d e r to catch u p as well as to get ahead a n d it shows that p e o p l e in 
C h i n a also realize this. F r o m the general response of the survey, q u e s t i o n 24 
m a y show a b i g g e r difference as g r e a t e r p e r c e n t a g e of respondents f r o m local • 
finre tend to agree to the statenrtent that d e c i s i o n m a k i n g in this company is 
too c a u t i o u s f r o m m a x i m u m e f f e c t i v e n e s s than p e o p l e f r o m foreign finms. It 
denvonstrates that decision m a k i n g p r o c e s s is still not adequately efficient in 
local firms w h i c h should n e e d further improvement to facilitate the economic 
g r o w t h in the country. 
R e s p o n d e n t s f r o m b o t h local a n d f o r e i g n firms g e n e r a l l y a g r e e that the 
a t m o s p h e r e p r e v a i l s in the w o r k g r o u p is kind of friendly and there is n o 
d i f f i c u l t y in getting to k n o w p e o p l e in the conpanies. However, it seems that 
a m o r e infonral and easy-going w o r k i n g climate is reflected in foreign f i m s 
i n a c c o r d a n c e w i t h the responses received f r o m the survey as m o r e than 30% of 
t h e respondents from foreign firms a g r e e that their organizations are 
c h a r a c t e r i z e d b y a relaxed a n d easy-going w o r k i n g climate but only 8.7% of 
respondents f r o m local firms h a v e s u c h feeling. Besides, people f r o m foreign 
f i m s a g r e e to a greater extent that there is a lot of w a r m t h in the 
r e l a t i o n s h i p between management a n d w o r k e r s in the organizations. It a g a i n 
reinforces our understanding on C h i n e s e culture on s u p e r i o r - s u b o r d i n a t e 
r e l a t i o n s h i p w h i c h is still retained in C h i n e s e organizations today. 
T h e p e r c e i v e d helpfulness of the m a n a g e r s and other employees in the group 
is similar in b o t h local and foreign firms. T h e difference that m a y w o r t h 
n o t i n g is a g a i n the relationship b e t w e e n superiors and subordinates. It seems 
that managernent in foreign finrs emphasizes the human factor m o r e and m o r e 
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consultation on career will b e m a d e with the enployees. Similar outcome is 
resulted for the scale of standards. Brtployees from local and foreign firms 
perceive that t h e i r organizations set very h i g h standards for performance and 
there is a n e e d for continuous inprovement. However, the feeling of people in 
relation to productivity seems to be taken care in a greater extent in foreign 
firms rather than in local firms. Besides, greater percentage (40%) of people 
from foreign firms disagree that people do not seem to take pride in their 
perfonrance. M o r e attention is being p a i d on individual perfonrance in 
foreign finns than in the local firms. 
The greatest difference is on the area of conflict; the feeling that people 
bear w i t h different opinions and their attitude towards conflict. In foreign 
firms' it is m o r e obvious that conflict is accepted to a greater extent and 
the organizations encourage employees to speak their minds even risking a 
disagreement w i t h the superiors. F r e e d o m of expression and opinion is 
generally valued in W e s t e r n culture and competition among enployees are viewed 
as a healthy practice. However, contrary understanding is onbedded in the 
Ghinese cultural traits. So it is not surprising that a conflict avoidance 
attitude is still prominent in Chinese society today. For the last item 
•identity’，very similar m e a n scores are obtained by respondents from local 
and foreign finns. It somehow reflects that individualism has started to grow 
and employees do not have such emotional dependence on organizations as before 
and their relationship to organization is m o r e towards a calculative m o d e 







































































































































































































C H A P T E R V I I 
SUMMARY & D I S O J S S I⑶ 
U n d e n i a b l y C h i n a t o d a y h a s d e v e l o p e d to a great extent a n d it has brought in 
m o d e m t e c h n o l o g y as well as m a n a g e m e n t m e t h o d s in a n effort to assist its 
f u r t h e r economic d e v e l o p m e n t . M a n a g e m e n t in C h i n a has undergone several 
s t a g e s of changes i n the past, h o w e v e r , c e r t a i n historical and cultural roots 
a r e still found to b e influential in its s o c i e t y as well as the organizations 
o p e r a t i n g in its context. T h e r e is a m o v e f r o m ideological m a n i p u l a t i o n as 
d u r i n g t h e C u l t u r a l R e v o l u t i o n to the u s e of m a t e r i a l m o t i v a t i o n after the 
i n p l e m e n t a t i o n of e c o n o m i c reforms in the late 1970s. W i t h the changes 
o c c u r r e d in the recent decades, the organizational c l i m a t e should change w h e n 
c o n p a r e d w i t h the past. W i t h the introduction of n e w a n d m o d e m m e t h o d s a n d 
t h e o r i e s learned f r o m the W e s t , the m a n a g e m e n t in C h i n a should in a way b e 
d r a w n closer to the W e s t e r n s t y l e and the d i f f e r e n c e of organizational climate 
b e t w e e n local finrs a n d foreign firms is e x p e c t e d to be reducing nowadays and 
m a y turn to b e m o r e and m o r e similar in future as w e l l . 
F r o m t h e study, it is found that organizations in China today are considered 
to b e w e l l - s t r u c t u r e d and responsibilities a r e rather clearly defined. 
H o w e v e r , certain e x c e s s i v e rules and b u r e a u c r a c y s e e m to be still existing 
w h i c h m a y act as a h i n d r a n c e to greater efficiency. T h i s is to a certain 
extent related to its tradition of respect for a g e a n d hierarchy and is a 
I 、 
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relatively distinct difference found between local and foreign firms though 
the difference is not very significant. T h e difference found under the scale 
of responsibility is even smaller and the only point to note is that 
delegation a n d empowernvent to individuals in local firms still n e e d to be 
improved. Concerning Reward, it is usual that people, no natter what type of 
firrns they a r e in, want m o r e rewards and recognitions. As the use of material 
m o t i v a t i o n is rather newly introduced in China, there is still large room for 
extension a n d a wider acceptance and adoption can b e expected in future. 
A t t i t u d e towards Risk is also changing as m o r e people tend to agree that 
risk is inevitable and sometimes beneficial to business development. T h e 
result of local firms is drawn very close to that of foreign firms. 
Organizational climate regarding W a r m t h and Support is also similar in both 
types of firms. O n e area that local firms can improve is to put greater 
emphasis on h u m a n factors instead of focusing just on job-related issues. In 
fact employees' satisfaction and morale are always linked with organizational 
climate and v e r y m u c h affecting the productivity as a whole. Overall standards 
a r e perceived as high in local firais as well as foreign firms. M a y b e firms in 
today's China generally have a high spirit and set high standards for 
continuous inprovement to accelerate the economic developnnent of the country. 
Conflict is the area that reflects the greatest difference between local 
finms and foreign firms. The attitude of avoiding conflict and disagreement 
so as to live in harmony with the group conformity is quite a deeply-rooted 
characteristic of Chinese people influenced by the Confucian thoughts as well 
as affected by the power distance and 'face丨 consideration in the Chinese 
cultural traits. People in China seem to give a greater emphasis on their own 
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identity nowadays. Loyalty to organizations is more selective and calculative 
and individualism will surely gain a stronger role in the society of China 
gradually. W e can expect m o r e m o d e m and Westernized organizations in future 
in parallel w i t h the intensified economic reforms emphasized by the Chinese 
managers as well as the political leaders. 
In fact there is never a model that can fit all societies and cultures. To 
create a wholly Western style organization may not be most beneficial, 
productive and efficient with consideration of the influence of Chinese 
culture. There should be certain modifications made to conpromise the Western 
theories w i t h the Chinese culture to find out an ideal model which may work 
perfectly in Chinese society; just like what has happened in Japanese 
management. 
Owing to the difficulty in making personal visits and interviews in China, 
this study is just based on certain secondary information and quantitative 
data collected by the organizational climate questionnaire. The preliminary 
findings in this study somehow reflects the transfonmation of Chinese 
organizations after the implementation of economic reforms in China. Further 
study m a y be conducted to see how the changes in organizational climate in 
China today can be related to the issue of employees' satisfaction and 
motivation and also other variables like organizational structure and 
leadership style, etc. China is a vast market for business investment and 
offer great opportunity for trade development and at the same time, the 
transformation occurring in the continent also provides many areas of 
interests for study on management issues. 
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A P P E N D I X I 
O R G A N I Z A T I O N A L C L I M A T E Q U E S T I O N N A I R E 
L i s t e d b e l o w a r e 5 0 q u e s t i o n s 。n 9 d i m e n s i o n s ^ f o r g a n i z a t i o n a l 
c l i m a t e . P l e a s e i n d i c a t e h o w f a r y o u a g r e e t h a t t h e s e s t a t e m e n t s 
a p p l y i n d e s c r i b i n g t h e o r g a n i z a t i o n y o u a r e c u r r e n t l y w o r k f o r , 
u s i n g t h e f o l l o w i n g s c a l e ： 
2 3 4 
D e f i n i t e l y a g r e e A g r e e D i s a g r e e D e f i n i t e l y d i s a g r e e 
I . S T R U C T U R E 
1 . T h e j o b s i n t h i s c o m p a n y a r e c l e a r l y d e f i n e d a n d l o g i c a l l y 
2 . i n ^ t h i s ^ c o m p a n y , i t i s s o m e t i m e s u n c l e a r w h o h a s t h e f o r m a l 
a u t h o r i t y t o m a k e a d e c i s i o n . ( ) … 、 v^，… 
3 . T h e p o l i c i e s a n d o r g a n i z a t i o n s t r u c t u r e o f t h e c o m p a n y h a v e 
b e e n c l e a r l y e x p l a i n e d . ( . ) … , 、 
4 R e d - t a p e i s k e p t t o a m i n i m u m i n t h i s c o m p a n y . ( ) 
I E x c e L i v e r u l e s , a d m i n i s t r a t i v e d e t a i l s a n d r e d - t a p e m a k e i t 
d ^ f f L u l t f o r n e w a n d o r i g i n a l i d e a s t o r e c e i v e c o n s i d e r a t i o n . 
6 . o u r p r o d u c t i v i t y s o m e t i m e s s u f f e r s f r o m t h e l a c k o f o r g a n i z i n g 
7 . i n ^ o i r o f ' ' ? h e p r o j e c t I h a v e b e e n o n , I h a v e n o t b e e n s u r e 
e x a c t l y w h o m y b o s s w a s . ( ) , ^ ^ , . • ^ 
8 . o u r m a n a g e m e n t i s n o t s o c o n c e r n e d a b o u t f o r m a l o r g a n i z a t i o n 
a n d a u t h o r i t y , b u t c o n c e n t r a t e s i n s t e a d o n g e t t i n g t h e r i g h t 
p e o p l e t o g e t h e r t o t h e j o b . ( ) 
I I . P R S P Q N S I B I L I T Y 
9 W e d o n o t r e l y t o o h e a v i l y o n i n d i v i d u a l j u d g e m e n t i n t h i s 
• c o m p a n y , a l m o s t e v e r y t h i n g i s d o u b l e - c h e c k e d . ( ) 
1 0 . A r o u n d h e r e m a n a g e m e n t r e s e n t s y o u r c h e c k i n g w i t h t h e m , i f 
y o u t h i n k y o u h a v e g o t t h e r i g h t a p p r o a c h y o u ] u s t g o a h e a d . 
1 1 L p e r v i s i o n i n t h i s c o m p a n y i s m a i n l y a m a t t e r o f s e t t i n g 
g u i d e l i n e s f o r t h e s u b o r d i n a t e s , a n d l e t t h e m t a k e 
r e s p o n s i b i l i t y f o r t h e j o b . ( ) . . , 
1 2 Y o u w i l l n o t g e t a h e a d i n t h i s c o m p a n y u n l e s s y o u s t i c k y o u r 
n e c k o u t a n d t r y t h i n g s o n y o u r o w n s o m e t i m e s . ( ) 
1 3 . T h e p h i l o s o p h y i n t h i s c o m p a n y e m p h a s i z e s t h a t p e o p l e s h o u l d 
s o l v e t h e i r p r o b l e m s b y t h e m s e l v e s . ( ) 
1 4 . T h e r e a r e a n a w f u l l o t o f e x c u s e s a r o u n d h e r e w h e n s o m e b o d y 
m a k e s a m i s t a k e . ( ) . it [ . j. .j i i i 
1 5 . O n e o f t h e p r o b l e m s i n t h i s c o m p a n y i s t h a t i n d i v i d u a l w i l l 
n o t t a k e r e s p o n s i b i l i t y . ( ) 
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I I I . R E W A R D 
1 6 . w e h a v e a p r o m o t i o n s y s t e m h e r e t h a t h e l p s t h e b e s t m a n t o 
1 7 . ^ n ^ t h i s c o m p e l t h i r e w a r d s a n d e n c o u r a g e m e n t s y o u g e t 
u s u a l l y o u t w e i g h t h e t h r e a t s a n d c r i t i c i s m . ^ ) 
1 8 . ？ r t h i s c o m p a n； , p e o p l e a r e r e w a r d e d i n p r o p o r t i o n t o t h e 
e x c e l l e n c e o f t h e i r j o b p e r f o r m a n c e . V ) 、 
1 9 ？ h e r e i s a g r e a t d e a l o f c r i t i c i s m i n t h i s c o m p a n y . ( ) 
20： l i t r e i s n o t e n o u g h r e w a r d a n d r e c o g n i t i o n g i v e n m t h i s 
i r f o u U r e r i ^ ^ t ^ k f i ^ l h i s L m p a i y , y o u w i l l b e p u n i s h e d . 
( ) 
I V . R I S K 
2 2 T h e P h i l o s o p h y o f 。ur m a n a g e m e n t i s t h a t i n t h e l o n g r u n w e 
2 2 . g e t K e a d tlstest b y p l a y i n g ， ! ； . 呂 ‘ ' e 二 二 • 【 i s L a t ) 
2 3 . l u r b u s i n e s s h a s b e e n b u i l t u p b y t a k i n g c a l c u l a t e d r i s k s a t 
2 4 D e c i r i o f m a k T n g i r / t h i s ) c o m p a n y i s t o o c a u t i o u s f r o m m a x i m u m 
25. ^ e ^ i r e ^ e 。 i s ^ i l U n g to t a k e a chance on a g o o d idea. 
2 6 w e h a i e t o t a k e s o m e p r e t t y b i g r i s k s o c c a s i o n a l l y t o k e e p 
a L a ^ o f t h e c o m p e t i t i o n i n t h e b u s i n e s s w e a r e i n . ( ) 
V . W A R M T H 
2 7 . A f r i e n d l y a t m o s p h e r e p r e v a i l s a m o n g t h e p e o p l e i n t h i s 
2 8 T h T r c U a n y i s C h a r a c t e r i z e d b y a r e l a x e d , e a s y - g o i n g 
2 9 Y r ^ i n ^ e C r i i J i r r ^ t o J e t tl k n o w p e o p l e i n t h i s c o m p a n y ( ) 
l l \ p e o p u i n ' t h i s c o m p L y t e n d t 。 b e c o o l a n d a l o o f t o w a r d e a c h 
3 1 . ？ h e r ^ i s i l o t ) o f w a r m t h i n t h e r e l a t i o n s h i p b e t w e e n 
m a n a g e m e n t a n d w o r k e r s i n t h i s c o m p a n y . ( ) 
6 9 
V I . S U P P O R T 
3 2 . Y o u d o n o t g e t m u c h s y m p a t h y f r o m h i g h e r - u p s i n t h i s c o m p a n y 
i f y o u m a k e a m i s t a k e . ( ) 
3 3 . M a n a g e m e n t m a k e s a n e f f o r t t o w a l k w i t h y o u a b o u t y o u r c a r e e r 
a s p i r a t i o n s w i t h i n t h e c o m p a n y . { ) 
3 4 . p e o p l e i n t h i s c o m p a n y d o n o t r e a l l y t r u s t e a c h o t h e r e n o u g h . 
3 5 . T h e p h i l o s o p h y o f o u r m a n a g e m e n t e m p h a s i z e s t h e h u m a n f a c t o r , 
h o w p e o p l e f e e l , e t c . ( ) 
3 6 . W h e n I a m o n a d i f f i c u l t a s s i g n m e n t , I c a n u s u a l l y c o u n t o n 
g e t t i n g a s s i s t a n c e f r o m m y b o s s a n d c o - w o r k e r s . ( ) 
V I I . S T A N D A R D S 
3 7 . I n t h i s c o m p a n y w e s e t v e r y h i g h s t a n d a r d s f o r p e r f o r m a n c e . 
3 8 . O u r m a n a g e m e n t b e l i e v e s t h a t n o j o b i s s o w e l l d o n e t h a t i t 
c o u l d n o t b e d o n e b e t t e r . ( ) ,, 
3 9 . A r o u n d h e r e t h e r e i s a f e e l i n g o f p r e s s u r e t o c o n t i n u a l l y 
i m p r o v e o u r p e r s o n a l a n d g r o u p p e r f o r m a n c e . ( ) 
4 0 . M a n a g e m e n t b e l i e v e s t h a t i f p e o p l e a r e h a p p y , p r o d u c t i v i t y 
w i l l t a k e c a r e o f i t s e l f . ( ) ^ ^ 
4 1 . T o g e t a h e a d i n t h i s c o m p a n y , i t i s m o r e i m p o r t a n t t o g e t 
a l o n g t h a n i t i s t o b e a h i g h p r o d u c e r . ( ) 
4 2 . I n t h i s c o m p a n y , p e o p l e d o n o t s e e m t o t a k e m u c h p r i d e i n 
t h e i r p e r f o r m a n c e . ( ) 
V I I I . C O N F L I C T 
4 3 . T h e b e s t w a y t o m a k e a g o o d i m p r e s s i o n a r o u n d h e r e i s t o 
a v o i d o p e n a r g u m e n t s a n d d i s a g r e e m e n t s . { ) 
4 4 . T h e a t t i t u d e o f o u r m a n a g e m e n t i s t h a t c o n f l i c t a n d c o m p e t i n g 
u n i t s a n d i n d i v i d u a l s c a n b e v e r y h e a l t h y . ( ) 
4 5 . W e a r e e n c o u r a g e d t o s p e a k o u r m i n d s , e v e n i f i t m e a n s 
d i s a g r e e i n g w i t h o u r s u p e r i o r s . ( ) . . 
4 6 . I n m a n a g e m e n t m e e t i n g s , t h e g o a l i s t o a r r i v e a t a d e c i s i o n 
a s s m o o t h l y a n d q u i c k l y a s p o s s i b l e . ( ) 
I X . I D E N T I T Y 
4 7 . P e o p l e a r e p r o u d o f b e l o n g i n g t o t h i s c o m p a n y . { ) 
4 8 . I f e e l t h a t I a m a m e m b e r o f a w e l l f u n c t i o n i n g t e a m . { ) 
4 9 . A s f a r a s I c a n s e e , t h e r e i s n o t v e r y m u c h p e r s o n a l l o y a l t y 
t o t h e c o m p a n y . ( ) . 
5 0 . I n t h i s c o m p a n y , p e o p l e p r e t t y m u c h l o o k o u t f o r t h e i r o w n 
i n t e r e s t s . ( ) 
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I . C O M P A N Y P R O F I L E 
1 . W h a t i s t h e c a p i t a l s t r u c t u r e o f y o u r c o m p a n y ? 
( ) a . w h o l l y l o c a l C h i n e s e - o w n e d . 
( ) b . w h o l l y f o r e i g n o w n e d . 
( ) c . o t h e r s , p l e a s e s p e c i f y 
2 . H o w m a n y e m p l o y e e s a r e e m p l o y e d b y y o u r c o m p a n y ? 
3 . w h a t i s t h e m a i n b u s i n e s s a c t i v i t y o f y o u r c o m p a n y ? 
I I . P E R S O N A L P R O F I L E 
1 . W h a t i s y o u r g e n d e r ? m a l e ( ) f e m a l e { ) 
2 . W h i c h a g e g r o u p d o y o u b e l o n g t o ? 
U n d e r 2 6 ( ) 2 6 - 3 0 ( ) 3 1 - 3 5 ( ) 3 6 - 4 0 { ) 
4 1 - 4 5 { ) 4 6 - 5 0 ( ) 5 1 - 5 5 ( ) O v e r 5 5 ( ) 
3 . H o w m a n y h i e r a r c h i c a l s u b o r d i n a t e s h a v e y o u ( i . e . d i r e c t l y o r 
i n d i r e c t l y u n d e r y o u ? ) “ — 
4 . H o w m a n y y e a r s h a v e y o u b e e n w o r k i n g i n y o u r c u r r e n t c o m p a n y ? 
L e s s t h a n 5 ( ) 5 - 1 0 ( ) 1 1 - 1 5 ( ) 1 6 - 2 0 { ) 
O v e r 20 { ) 
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